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Abstract 
Procedures enhancing evolvement of knowledge-based society were stipulated in the Lisbon Strategy (in the horizon 
of 2010). However, the European Commission has not given up the direction since. On 3 March 2010 it introduced a 
new initiative called Europe 2020 comprising the European Union’s plans of economic progress for the coming 
period. The main objective stays the same: development of the European knowledge-based economy via innovations. 
Slovak economy and its organizations face the identical situation. To increase their competitiveness they have to 
introduce innovations. The paper deals with the findings related to the implementation of the organizational 
innovations as well as barriers impairing their adoption and motivators enhancing their introduction. 
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1. Introduction 
Nowadays, nobody doubts that knowledge and innovations play an important role in competitiveness 
of organizations. Analyses carried-out so far have shown that innovations implemented by organizations 
are mostly of technological nature. The results of Community Innovation Survey imply that the 
backwardness of the European economy against its US and Japanese counterparts stems more from the 
lack of non-technological innovations (organizational and marketing ones) than the lack of technological 
innovations (European Competitiveness Report 2001). 
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However, they are the non-technological innovations that represent the missing link preventing 
European organizations to benefit from the advantages furnished by new technologies nowadays. 
Simultaneously, recognition of knowledge as an important source of wealth and emphasis of innovations 
as a key factor of economic growth is increasing all over the world. One of the reasons why the trend 
gains ever-growing attention lies primarily in the quick spread of information and communication 
technologies that make knowledge generation more intensive. Moreover, globalization contributes to the 
faster implementation of innovations based on sustainable and continuous updating of knowledge. 
The vision of the European future based on knowledge is covered in several European Union’s 
strategies. They stress the key role of research and development as well as that of knowledge workers. 
Utilization of knowledge is directly linked to innovations that – under the ever and fast changing 
conditions of knowledge-based economy – are the means allowing organizations to penetrate markets 
with new and better products than their competition. Therefore investment in research and development 
represents the core principle of knowledge-based society evolvement. The results of research and relevant 
new knowledge can increase the value of new products and ensure prosperity for organizations. In other 
words, science and research change money into knowledge and innovations change knowledge into 
money (Kosturiak 2009). 
Innovations have been the topical issue also in the context of Slovak organizations. Currently, the 
Slovak economy experiences the developmental phase with new opportunities and problems. Therefore, if 
Slovak organizations want to secure their competitiveness, they must cope with organizational 
innovations and evolution of knowledge-based society.  
The Slovak economy aims at joining the most developed countries of the European Union as an equal 
partner. The way to achieve the objective lies also in mastering organizational innovations, understanding 
the barriers avoiding their implementation and removing them and, last but not least, in recognizing the 
value of knowledge and its proactive utilization. 
2. Theoretical Framework 
Building knowledge-based society is envisaged in the Lisbon Strategy; however, it is not the only 
document dealing with the issue. A European Strategy for Sustainable Development (2002) of the 
European Union ratified by the European Council in Goeteborg in 2001 is closely linked to the former 
document.  
Within the context of Lisbon Strategy, in 2005 the Slovak government approved the document 
Competitiveness Strategy of the Slovak Republic until 2010: National Lisbon Strategy. The document 
represents the basis of the government’s programme for the development of knowledge-based economy in 
Slovakia called Minerva. It is an acronym for mobilization of innovations in the national economy and 
development of scientific and educational activities (in the Slovak language). Its objective is to evolve 
activities supporting knowledge economy in Slovakia as the only way to achieve and maintain the 
standard of living typical of Western European countries as quickly as possible (Co je Minerva 2009). 
In 2011 a new strategy Minerva 2.0 was introduced. It is focused on education, science and research 
and innovative business. Its objective lies in transformation of the Slovak economy to the innovation-
based economy. 
Competitiveness Strategy of the Slovak Republic until 2010: National Lisbon Strategy comprised 
economic aspects of the development of Slovakia up to the year 2010 and was assumed to become the 
basis for the Slovak government’s activities in the period in question. The document stipulates that its 
implementation is directly linked to the society at large. As it explicitly states, the Lisbon Strategy can be 
successfully adopted only if it is widely supported by the public, mainly its parts that are directly 
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influenced by its outcomes. Its implementation therefore requires maximum involvement of the public in 
question. 
In 2010 the European Commission published the report on Lisbon Strategy (Hodnotenie Lisabonskej 
stratégie 2010). In principle, its assessment in terms of the Lisbon Strategy’s impact on the European 
Union is positive in spite of the fact that its objectives had not been met. The goals to reach 70% 
employment as well as 3% of its members’ GDP invested in research and development proved to be 
unrealistic. Even though the employment rate increased from 62% in 2000 to 66% in 2008, due to the 
economic crisis it decreased soon afterwards. Total expenditure on research and development grew just a 
little, from 1.82% in 2000 to 1.9% in 2008. 
It must be added that the statistics had been showing relatively positive trends in some areas (even 
though not in all) by 2008. Then the development was negatively influenced by the financial and 
economic crisis. Since 2008, the impact of the crisis has become evident in all European countries. 
The economic crisis had serious consequences for European economies: GDP decreased by 4% in 
2009, unemployment rate was up almost 10% a deficit accounted for 7% of GDP. 
The planned outcomes of the Lisbon Strategy implementation did not meet the expectations 
sufficiently and, combined with the crisis the situation deteriorated. 
Nowadays, the European Union endeavours not only to manage the negative consequences of the 
crisis, but also to solve European structural deficiencies and cope with ever more intensive global 
challenges. The objective of the European Union introduced in a new strategy Europe 2020 is to create a 
new economy of Europe ensuring high rate of employment, productivity, and social cohesion. The basis 
of Europe 2020 consists of three complementary priorities, such as: 
1. intelligent growth 
2. sustainable growth 
3. inclusive growth 
2.1. Current competitiveness assessment of Slovakia 
The current annual issue of the World Economic Forum titled Global Competitiveness Report 2013 
published in 2013 covers the competitiveness of 148 economies. The analysis of competitiveness is based 
on the global competitiveness index. It comprises 3 basic sub-indexes: 
1. sub-index of core requirements 
2. sub-index of efficiency improvers 
3. sub-index of innovations and sophistication factorssubindex 
Table 1 Global competitiveness index (GCI) of Slovakia in 2006-2013 (based on Global Competitiveness Report 2008-2014) 
Period of Assessment Position/N° of Assessed Economies Score (1-7) 
GCI 2013-2014 78/148 4.1 
GCI 2012-2013 71/144 4.1 
GCI 2011-2012 69/142 4.2 
GCI 2010-2011 60/139 4.2 
GCI 2009-2010 47/133 4.3 
GCI 2008-2009 46/134 4.4 
GCI 2007-2008 41/131 4.4 
GCI 2006-2007 36/122 4.5 
 
According to the last report of 2013, the highest global competitiveness index was achieved by 
Switzerland (5.67) followed by Singapore (5.61), Finland (5.54), and Germany (5.51). The USA (5.48) 
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closes the first five. Slovakia within the assessment of 148 economies occupies the 78th position. Its score 
accounts for 4.1. In comparison with the preceding periods the position of Slovakia has slightly worsened. 
In 2012-2013 Slovakia occupied the 71st position (out of 144) with the identical score (4.1) and in 2011-
2013 Slovakia was on the 69th position (score 4.2) out of 142 economies. Table 1 includes the overview 
of global competitiveness scores of Slovakia in the period of 2006-2013. 
In the year 2013, the Slovak government approved two core documents based on Europe 2020: 
National Strategy for Sustainable Development and Stability Programme of the Slovak Republic. 
2.2. Innovations and Knowledge-based Society 
Innovations can be considered the main impulse for growth and progress, and thus the economic 
growth. They are currently perceived as a global economic trend. The ever-stronger globalization efforts 
bring changes to all areas of the environment including competition. It is getting more and more intensive 
and becomes as highly dynamic as the environment is. The dynamic competition forces organizations to 
compete on the basis of new approaches, i.e. innovations. In this respect innovations are perceived as a 
source of competitive advantage (Kislinger 2008). 
Innovations allow for emergence of new industrial sectors and markets, create added value, and thus 
better-paid jobs. In the 21st century, many economies try to establish their presence on the common 
markets (where they originally competed over prices and quality) with the capacity to innovate and create 
new value that constitutes  their breaking competitive advantage (The Council on Competitiveness 2005). 
3. Research and Discussion 
The research maps the dynamics of changes in Slovak organizations from 2005 to present with its 
primary focus on the implementation of organizational innovations. Moreover, it identifies barriers 
impairing implementation of organizational innovations on the one hand and motivators enhancing their 
implementation in the surveyed organizations on the other hand. 
The surveyed organizational innovations are categorized in four categories: 
1. New organizational procedures in labour/processes organization (i.e. organizational reengineering, 
lean production, quality management, training systems, and the like). 
2. New management system (knowledge management) for better usage and exchange of information, 
knowledge, and skills within an organization as well as with external environment. 
3. New labour organization and responsibility and decision-making allocation (the first use of a new 
system of employee responsibility, decentralization, integration or de-integration of units and the like). 
4. New methods of arranging external relations with other organizations (alliances, partnerships, 
outsourcing, subcontracting and the like). 
3.1. Sampling 
The respondent organizations cover seventeen NACE fields structured in the following pools: 
Computer Programming and Consultancy, Legal Services, Business Management and Consultancy in 
Management, Architecture and Engineering Services, Research and Development, Advertising and 
Market Research, Employment Agencies, Education and Training. The type of organizations has been 
SMEs and their number was 97. Another categorization of the sample is based on the number of HEI 
graduates employed by the respondent organizations broken into four categories: less than 25%, 26-50%, 
51-75%, and more than 76% of the HEI graduates employed. 
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In addition, the sample is classified by the share of foreign ownership or the government’s 
involvement. The classes are as follows: organizations with 100% foreign ownership, organizations with 
majority foreign ownership, organizations with 100% domestic ownership, organizations with majority 
domestic ownership, and organizations with majority ownership of the government.  
The research aimed at identifying the influence of individual categories on the implementation of 
organizational innovations. 
3.2. Methodology 
The paper deals with the analysis and findings of the current dynamics in innovation implementation, 
and thus, on the growth of the Slovak knowledge-based economy. The analysis stems from the generation 
of knowledge-based society and economy where the core documents shaping their evolution are national 
strategies derived from the European strategies of knowledge-based society generation – on 
organizational level in this case. It means that the research has mapped the changes in the Slovak 
organizations from the perspective of knowledge-based society generation. 
The research has been aimed at identifying the changes in innovation implementation and the plans to 
do so in the nearest future in the selected sectors covering Slovak knowledge-intensive businesses. 
The research progressed in several phases: 
 
Table 2. Phases of Research 
 
 
 
 
 
 
 
 
 
 
 
 
 
A questionnaire with structured and semi-structured questions was used and the results are presented in 
descriptive statistics. 
3.3. Discussion 
In the surveyed period (2005 to present), 44.33% of the responding organizations introduced new 
organizational procedures in organizing labour/processes representing e.g. re-engineering, lean 
management, quality management or training system. Another large group of innovations is represented 
by labour organization, namely, responsibility and decision-making allocation. Figure 1 depicts the 
percentage of organizations that implemented the changes labelled labour re-organization. The new 
approaches were introduced by 40.21% of organizations. Knowledge management, better use and 
exchange of information, knowledge and skills within an organization were implemented in 32.99% of 
organizations and approximately one third of the organizations (29.90%) focused on new methods of 
organizing external relations (labelled external relations in Figure 1). The respondent organizations could 
Identifying importance of knowledge as a crucial factor of development through innovations 
Enterprise level – tertiary and quaternary sectors 
Knowledge-intensive businesses 
Innovations and flexibility 
 
Implemented changes, 
organisational innovations 
Barriers to innovations 
 
Barriers hampering 
innovation implementation 
Importance of human capital 
 
Importance and modes of 
human resource development 
National knowledge-based economy / Identifying national features 
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tick more than one answer. As comes from Figure 1, only 7% of the organizations implemented all the 
surveyed changes and almost one third (29.90%) did not introduce any. 
 
new 
organizational 
procedures
knowledge 
management
job 
arrangement
external 
relations
all the 
surveyed 
changes
none of the 
surveyed 
changes
44,33%
32,99%
40,21%
29,90%
7,22%
29,90%
 
Figure1 Organizations with implemented organizational changes in the four surveyed categories (%) 
75% of the organizations with the majority domestic ownership implemented new organizational 
procedures in organizing labour/processes and new methods of labour organization. 66% of the 
organizations with majority government ownership implemented changes or new methods in new 
organizational procedures, knowledge management and labour organization. The changes were least 
introduced in organizations with 100% government ownership and in almost 50% of these organizations 
none of the surveyed changes were implemented. On the other hand, all the surveyed changes were 
implemented only in the organizations with 100% (11.54%) or majority (8.33%) foreign ownership. 
new 
organizational 
procedures
knowledge 
management
job arrangement external relations all the surveyed 
changes
none of the 
surveyed changes
50,00%
38,46% 38,46%
26,92%
11,54%
30,77%
41,67%
41,67%
8,33%
38,64% 34,09%
75,00%
50,00%
75,00%
62,50%
0,00% 0,00%
50,00%
66,67% 66,67% 66,67%
33,33%
0,00%
organizations with 100% foreign ownership organizations with majority foreign ownership
organizations with 100% domestic ownership organizations with majority domestic ownership
organizations with 100% government ownership organizations with majority government ownership  
Figure 2 Organizations with implemented organizational innovations by ownership (%) 
The implemented changes in organizations categorized by their core economic activities are depicted 
in Figure 3. The categorization as a whole includes the knowledge-intensive organizations. 
New organizational procedures and new methods of labour organization were implemented primarily 
by the organizations involved in managing organizations and consultancy in the field together with the 
organizations in education and business. New methods of external relations were relatively intensively 
643 Lubica Bajzikova et al. /  Procedia - Social and Behavioral Sciences  150 ( 2014 )  637 – 647 
introduced in the organizations focused on agency employment (66.67%), the changes of the kind were 
embraced by the organizations in IT and consultancy as well. 55% of them implemented new 
organizational procedures, 50% introduced changes related to knowledge management and 45% 
innovations concerning new labour organization. Even though almost half IT and consultancy 
organizations implemented the surveyed changes, 20% claimed that they had not introduced any of the 
changes in question. 
 
new 
organizational 
procedures
knowledge 
management
job arrangement external relations all the surveyed 
changes
none of the 
surveyed 
changes
55,00% 50,00%
45,00%
20,00%
0,00%
20,00%
75,00%
12,50%
87,50%
12,50% 12,50%
18,75%
50,00%
33,33% 33,33%
0,00%
66,67%66,67%
57,14%
71,43%
42,86% 42,86%
0,00%
computer programming, consultancy legal services
business management, consultancy in management architecture and engineering services
research and development advertising and market research
agency employment education and training  
Figure 3 Organizations with implemented organizational innovations by core activities (%) 
Almost one third of organizations in the other fields implemented some of the changes. The exceptions 
are those in research and development, where none of them implemented the changes in new 
organizational procedures and knowledge management and 67% did not implement any of the changes. 
Figure 4 depicts the organizational changes by the share of the university graduates in their workforce. 
 
new 
organizational 
procedures
knowledge 
management
job arrangement external relations all the surveyed 
changes
61,54%
46,15%
0,00%
78,95%
42,11%
68,42%
31,58%
15,79%
30,91% 32,73%
36,36%
23,64%
7,27%
≤ 25% university graduates 26-50% university graduates
51-75% university graduates ≥ 76% university graduates
 
Figure 4 Organizations with the implemented organizational innovations by the ratio of university graduates (%) 
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New organizational procedures were implemented by almost 79% of the organizations employing 51-
75% university graduates and, simultaneously, 68% out of these organizations introduced new methods of 
labour organization. The surveyed changes were least implemented in the organizations with the share of 
university graduates lower or equal 25%. It is evident that growing share of university graduates in 
organizations is proportioned to the percentage of organizations implementing the changes. The tendency 
is depicted in Figure 4. It shows that none of the organizations with less than 50% university graduates 
introduced all of the surveyed changes. All the changes were adopted only by the organizations with more 
than 50% graduates. It must be stressed that the number of the organizations in this category was not 
high. Nearly 16% of the organizations with 51-75% graduates applied almost all changes as well as 7% 
out of those with 76% plus graduates. 
With the regard to the barriers preventing organizations from change implementation, the respondents 
could choose from 5 main reasons which did not allow for the implementation of the changes. The scale 
was 1 – 5, where 1 meant not important and 5 very important. 
former changes did not ask for the surveyed 
changes
lack of financial resources needed for the 
implementation of innovations
lack of employees’ knowledge
resistance of employees, management
no changes were needed
30,30%
51,52%
45,71%
47,06%
29,03%
9,09%
15,15%
14,29%
26,47%
16,13%
24,24%
15,15%
22,86%
19,35%
15,15%
12,12%
17,65%
9,68%
21,21%
6,06%
11,43%
5,88%
25,81%
1 – not important 2 – slightly important 3 – important in average
4 – important 5 - very important
 
Figure 5 Reasons for non-implementation of organizational innovations by organizations (%) 
The importance of individual reasons for non-implementation of the organizational innovations as 
presented by the respondent organizations is depicted in Figure 5. More than 20% of them marked the 
following reasons as very important: there were no changes needed because the changes implemented 
beforehand were sufficient. It is evident that the responding organizations either had introduced the 
changes before the year 2005 or they had adopted other changes thanks to which the additional changes 
were not necessary. 
The overall importance was calculated as an arithmetic average. Total for the surveyed sample shows 
little importance (average nearing 2) of the reasons, such as: lack of financial means necessary for the 
implementation of innovations (average importance of 2.06), lack of the employees’ knowledge (average 
2.23) and resistance of employees, management (2.03) The mean importance (the average nearing 3) was 
identified for the remaining two reasons, i.e. no need for the change implementation (2.83) and previously 
adopted changes did not require additional innovations (2.88). 
The organizations that adopted the surveyed innovations at least in one of the categories were asked to 
identify motivating factors for their implementation as well. The choice included: improvement of 
everyday performance, strengthening of cooperation and coordination within the organization, adaptation 
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to the changes in the environment, sustainable innovation of products, sustainable updating of knowledge, 
increasing quality of services, increasing size of the organization. 
The scale of the importance of individual factors ranged from 1 to 5, with 1 – not important, and 5 – 
very important. The ranking of the importance of individual factors is the following: 
1 - increasing quality of services 3.92 
2 - improvement of everyday performance 3.86 
3 - adaptation to the changes in the environment 3.60 
4 - sustainable updating of knowledge 3.55 
5 - strengthening of cooperation and coordination within the organization 3.33 
6. - increasing size of the organization 3.01 
7 - sustainable innovation of products 2.94 
improvement of everyday performance
strengthening of cooperation and coordination 
within the organization
adaptation to the changes in the environment
sustainable innovation of products
sustainable updating of knowledge
increasing quality of services
increasing size of the organization 
17,65%
26,47%
19,12%
36,76%
22,06%
16,18%
30,88%
20,59%
25,00%
33,82%
25,00%
35,29%
35,29%
17,65%
41,18%
29,41%
47,06%
47,06%
19,12%
32,35%
38,24%
26,47%
64,71%
29,41%
44,12%
30,88%
45,59%
61,76%
27,94%
1 – not important 2 – slightly important 3 – important in average
4 – important 5 - very important
 
Figure 6 Motivating factors of organizational innovations implementation (%) 
Analysis of the motivator importance in percentage is depicted in Figure 6. Over 60% organizations 
consider improvement of everyday performance (64.71%) and increasing quality of services (61.76%) to 
be very important. In the overall assessment these two factors are most important. More than 40% of the 
organizations perceive adaptation to the environment changes as important (47.06%) or very important 
(44.12%). Equally, over 40% organizations suppose sustainable updating of knowledge to be very 
important. This factor is marked 5 (very important) most frequently. Increasing size of an organization 
(30.88%) and sustainable innovation of products (36.76%) are not considered important at all by more 
than 30% organizations. These two factors are attached the least importance when compared with the 
others. Totally, their importance is perceived average. In ranking the factors by their importance, the first 
four motivators can be perceived as important and those influencing organizations in their decision-
making on the implementation of at least one change in one of the surveyed innovation areas. 
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4. Conclusions 
The analysis of the implementation of selected organizational innovations shows that organizing 
work/processes representing, e.g. re-engineering, lean management, quality management, and training 
and education system, were the most frequently introduced. On the other hand, the research identifies the 
lowest importance being attached to organizing external relations including strategic alliances, 
partnerships, outsourcing, and the like.  
With regard to the ownership, the results prove that organizations with governmental ownership and 
those with majority domestic ownership implement the surveyed organizational innovations more than 
the organizations with foreign ownership. 
Concerning economic activity, most organizational innovations are adopted by organizations in IT, 
education and consultancy in management, on the other hand, least of them are implemented by the 
organizations in advertising. Influence of the university graduates percentage in workforce on the 
adoption of organizational innovations is evident – the more graduates in an organization the more 
innovations adopted. 
Reasons for non-implementation of organizational innovations mostly include the introduction of them 
in the past. It is interesting to find that the lack of financial resources is not considered a barrier in 
changes implementation. However, more often it is the lack of employee knowledge primarily in the area 
of innovations in new organizational procedures. 
The most frequently stated motivator for changes implementation is the increase of service quality and 
need for improvement of everyday performance. Differences in perception of individual motivators 
enhancing introduction of organizational innovations by different sample categories, such as organization 
size and the like, are not identified. 
Introduction of innovations and relevant employee development currently represent a vital aspect of 
successful functioning of organizations. 
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